This article presents a study, the goal of which is to reveal experience of the spiritual leader's interaction with employees in business organisations. The study is based on P. Ricoeur's (2000) interpretations and the phenomenological hermeneutics method by A. Lindseth (2004) and A. Norberg (2004) dedicated to the interpretation of interviews. The article presents findings on the interaction of the leader and his/her followers in mid-sized Lithuanian organisations' culture, i.e., managers' experiences arising from their core assumptions and revealed through targeted actualisation of employee activities, satisfaction, meaningful work, experience of organisational identity, leader-instigated sense of community and appreciation, and employee awareness. Keywords: phenomenological hermeneutics, spiritual leader, leadership and organisational culture.
Introduction
According to G. W. Fairholm (1998) , leaders cannot act as spiritual leaders or any other kind of leaders if they are in a leadership vacuum. It is a dynamic process, which through unique means incorporates the model's elements. According to V. Šilingienė (2012) , with the appearance of a new paradigm of leadership theories, the range of leadership has been extended by the emotional, social, ethnic and moral aspects of impact on followers. They merge sociology, psychology, philosophy and create a new definition of leadership, using three main aspects: personal (leadership as self-improvement; as a way of life and thought), interrelationship (leadership as interaction with followers; ability to create a vision), and organisational (leadership as initiation of changes; creating an organisation). According to A. Skaržauskienė (2010) , based on modern leadership theories V. Barvydienė (2015) describes leadership in four aspects: strength of personality, interaction with followers, vision focused on certain values, and performance. The previous leadership theories have focused in varying degrees on one or more aspects of the physical, mental, or emotional elements of human interaction in organizations neglecting the spiritual component.
J. L. Fry (2003) defines spiritual leadership as comprising the values, attitudes, and behaviours that are necessary to intrinsically motivate one's self and others so that they have a sense of spiritual survival through calling and membership. Interaction in spiritual leadership theory, unlike in theories on cognitive leadership (where the efficiency of leadership depends on personal characteristics and behaviour), is understood as social interaction -the relationship between the leader and their followers. These relationships are revealed through a sense of meaning, vocation and membership. According to L. W. Fry (2003) , a sense of meaning and vocation is the feeling that a person's life has meaning and is influential. Members of an organisation feel that their work has an impact on people's lives and it is significant and meaningful to them. Membership is the feeling that a person is understood and appreciated. Members of an organisation feel that they and their work are appreciated by colleagues and thus they are respected. Therefore, the member feels that in he/she is appreciated both as an individual and a professional in a certain field. Therefore, a strong sense of belonging to a team appears. G. W. Fairholm (1997) claims that "We need to focus on interactive communities of enabled moral leaders and followers. We need to engage the people making up these communities in meaningful work, in work that ennobles them and their colleagues and customers. Our workplace are communities in which many of us live much of our productive lives. We need, therefore, to know what we can about how to make work communities not only productive, but personally inspiring". Therefore, membership includes cultural and social structures, which reveal the person's key need -to be understood and appreciated. The feeling of being understood and appreciated depends mostly on personal relationships, formed through social interaction, i.e., membership. Employees value their relationships and the opportunity to feel as members of a larger community, the experience of interconnectedness (Pfeffer, 2003) . Membership in social groups expands understanding of the individual and draws them into a network of social relations, which last as long as the group has influence. According to W. A. R. Horton (1950) , "We grow greater, longer lived, more meaningful in proportion as we identify ourselves with the larger social life that surrounds us" (in: Fry, 2003) .
A prerequisite of spiritual leadership is a spiritual leader -one who uses his vision as a mechanism for matching individual and organisational values. G. W. Fairholm (1998) claims that the leader's vision is a spiritual, not operational formula. People commit when they accept their manager on the basis of their values, needs, beliefs, habits and actions. Vision covers the general set of values, bringing people together into a community (Ferguson, Milliman, 2008) . Therefore, leaders that rely on values bring these same values into the organisational context. They lead not through orders, but core values, showing what the company aims to become. The more these values reach the core values of the employees themselves, the more they encourage individual decisionmaking and self-improvement. Therefore, values can act as a critically important link between the organisation and its people. They determine why people work in the first place. In performing their roles, managers-leaders concretise their values in their organisations' culture. The same can be said about an organisation's spirituality. Managers are more likely to utilise their personal spiritual values in making decisions (Konz, Ryan, 1999) . To preserve an organisation's spirituality, spirituality of managers is a necessity. The manager's spirituality should guide them in choosing what to do. Their actions should give life to spirituality. Their spirituality also determines the choices of employees. Therefore, this study reveals the experiences of leaders that arise from their core assumptions.
However, even though leadership is extensively researched in various areas of science, spiritual leadership in management remains a new phenomenon with not much empirical research, yet having great theoretical and practical relevance. The lack of empirical research demonstrating how spiritual leadership manifests in business culture, together with the need for spiritual leadership in these organisations, leads us to look for new aspects of spiritual leadership expression. Therefore, the problem of research is formulated as: What properties of organisational culture are evoked by spiritual leadership? The aim of research is to reveal experiences of the spiritual leader's interaction with employees in business organisations with particular focus on the Lithuanian context.
Methodology
The methodology for this study is based on post-modern philosophical provisions, an interpretive paradigm of the cognition of reality, and the strategy for qualitative research on the subject of phenomenological knowledge.
Sample
The interview was carried out with leaders, selected during the study on leader spirituality level assessment (for more details, see: Bakanauskiene, Katiliene, 2012), whose general spirituality estimate was the highest. Such a sampling of respondents was chosen with the aim to ensure the reliability of the study data. Ten toplevel managers of ten companies were interviewed.
Method
The hermeneutic phenomenological approach was selected (Lindseth, Norberg, 2004) . It includes traditions of phenomenology as descriptive methodology used to study and describe phenomena as they appear in the experienced world in order to identify and disclose their meaning, and hermeneutics (Ricoeur, 2000) which allows perceiving the interview text and relating it to what is being said in the interview, as well as the meaning contained in the text.
Hence, the phenomenological hermeneutic method was selected as the data analysis method for a qualitative study, while an interview tool was created based on the key assumptions identified in E. Shein's (1985) organisational culture model.
Data collection. Interviews were selected as the instrument for collecting the data for this research. The interview technique -an individual, semi-structured interview. Interviews with the respondents were held in free-form, based on questions prepared ahead of time. E. Schein's (1985) already-mentioned core assumptions were selected as the basic building blocks for the semi-structured interview. The character of human nature, the nature of human relationships, the nature of human activity, the nature of reality and truth, the nature of time and space -these were the basis for the formation of the qualitative study's interview instrument.
Data analysis. After meeting with the respondents, the interviews were first of all transcribed. After reading them, a naïve understanding was formed. Below is provided an example of the formulation of a naïve understanding of the interview text (Table 1) .
After the naïve reading, the text was then divided into meaningful units (which are abbreviated) and their sub-themes, isolating themes and the main issues (they have been tested by comparing them with the naïve understanding). Finally, the text was read one more time, considering the topics by comparing them with literature on living experience, and, finally, a clear understanding was formed (see Table 2 ). Tool. Aiming to choose the appropriate method for the spirituality-oriented business' signs of organisational culture identification test, the variety of organisational culture definitions and assessments were evaluated on the basis of B. Stiftung's (2007) three distinguished conceptualisation basics. Each of these perspectives is based on a different paradigm, which determines different assumptions about culture and its different evaluation methods (Stiftung, 2007 ) (see Table 3 ).
Since spiritual leadership consists of values, attitudes and behaviour, in aiming to develop the spirituality of the leader and others (this spirituality comes from vocation and membership (Fry, 2003) ), in order to reveal which of the features of organisational culture are revealed in the presence of spiritual leadership, it was relied on E. Schein's model of the organisational culture levels and an analysis of Based on the anthropologists A. L. Kroeber and C. Kluckhohn (1952), E. Schein (1985) studied six deeper dimensions, according to which the core assumptions are formed: the nature of reality and truth, the nature of space, the character of human nature, the nature of human activity, and the nature of human relationships. E. Schein's (1985) cultural model was selected because it is consistent, widely used in both research and practice. He differentiated various levels and different components, paying more attention to the core assumptions (Stiftung, 2007) . This model is suitable for examining organisational culture in a metaphorical manner. Culture is an organisational variable that can be manipulated.
Culture is a metaphor for understanding life in organisations; organisational reality is socially and symbolically constructed.
Culture is a dynamic construct; organisational reality is socially constructed and organisations produce culture (including cultural artefacts).
Paradigm

Social facts/ rational-mechanistic Interpretative Pluralistic
Predominant interest in culture
Manipulation, e.g., managing, controlling and changing the relevant culture variable for best performance.
Deep and rich understanding of a particular cultural setting with a focus on organisational symbolism.
Understanding of the cultural context of an organisation for effective culture-aware management ("tapping the culture potential for competitive advantage).
Assessment of culture and its purpose
Focus on questionnaires and visible tools to identify (sub)variables that can be manipulated.
Ethnography, story-telling, in-depth interviews, discourse analysis to render rich descriptions of a particular cultural setting. (Table 4 ). This feature is expressed through targeted actualisation of employee activities by the leader's power to direct competent employees, being aware of their value, into the right direction. This is implemented through:
• presenting an idea/vision as a product of common thought activity, encouraging employees to work more efficiently;
• inspiring and encouraging employees to engage in targeted activities, selecting the best activities/functions for them;
• indicating the employee's limitations and expectations in the context of the company's culture, as well as encourage change;
• noticing good employees and providing them with the necessary working place, for their work to be brought to life without losing employees.
As a result, the company's employees work purposefully, accepting the leader's chosen direction for the organisation. When employees' work is focused and consistent, a result is always reached, as there is no break in the direction and it is not changed ahead of time. Besides, as the survey results show, the success of the organisation is related to consistent and focused employee work. The employees feel like they voluntarily joined the activities of the organisation, all of them aiming for a certain goal. Employees are individuals who need to be pointed in the right direction, yet they are not underestimated be- In examining the experience of organisational identity, company leaders reveal that employees at their organisations feel satisfaction in reaching the organisation's goals and they know their worth at the organisation. An employee is a person who, through collaboration and equating their own goals to the goals of the organisation, contributes to the organisation's welfare. Through the employees' emotions, the leader notes how the employees undergo the company's success: "<...>it's the feeling that the situation is improving -this is widespread in the company... It is very much prevalent here<...>" (VIII.6R); introducing a new product to the market: "<...>that's probably the feeling when an idea becomes reality, a real product and sales -later we can celebrate this together" (VIII.2R). Employees, as a team, identify themselves with the company's joys and sorrows, so to say. Employees also have the opportunity to express their opinion as to why they like working at the company, providing feedback to one another. A positive working atmosphere is present in the company, as employees feel that they have contributed to the company's results. Employees are connected by the company's common goal through focused planning and realisation of activities. When feeling like members of the company "family", employees show their creativity and are open to innovations.
An activated sense of community is revealed through the collaborative leader's behaviour and motives. This is expressed through bringing together a team and working with it. The leader feels as one of the team's members. "<..
.>if I wouldn't have a team, I would be nobody. No matter how much I know, how much knowledge I have, how much I study the steps to success" (I.5R
). The follower and the leader work together: "something needs to be done: 'Think about it. They then come and present something or other, we sit down and discuss it, perhaps argue" (I.10R). Managers create opportunities for ethical communication and collaboration in common workspaces. The workspace is divided in such a way that it wouldn't hinder individual work, at the same time creating opportunities for collaboration and good communication. Often employees have the opportunity to choose the colleagues with whom they would like to work in the workplace: "we go over and solve everything together. There aren't any big problems" (IV.8R). Not only functional division of workspaces is important, but also a positive work climate, achieved through bringing together in the same space those employees who don't conflict with each other. 9R) . Those values impact the organisation's success and create a certain environment wherein the employee can follow them and be understood. This is expressed through, for example, when an employee doesn't stir trouble among their colleagues with rumours and intrigue. Employee relationships are based on Christian, or at least ethical, norms.
Collaboration in seeking a common goal is expressed through mutually beneficial cooperation, wherein the right decisions are considered a victory for all sides involved.
Employee awareness of reaching the company's goals comes to life through setting and knowing one's personal goals, through self-control, the ability to change quickly and accept new ideas in pursuit of the company's goals, operative problemsolving. Awareness is connected to worker integrity, which is the most desirable trait among employees by leaders: "<…> in first place I would hold an honest employee" (X.8R). An employee needs to be honest: "in one sentence -you should be clean before God" (X.2R). From the experience of leaders we can quote that "<...>it is possible to work honestly, as strange as it may seem, it is possible to pay honest wages and pay suppliers on time, to satisfy the client, please the shareholders" (X.2R) and state that honesty is not just an aspiration, but a real, existing value in many companies. Therefore, it is perfectly natural that in such environment employees efficiently use their working time for priority activities. Working hours are carefully planned, as this is related to the feeling of responsibility: "<...>when you have a feeling of responsibility, then time, well, I don't know, it somehow is set up in your pace, according to your abilities, priorities. But it is very important to not get lost in this time, to not grow tired, overwork. Time spent needs to be cheerful, rational, and meaningful" (III.5R). The results of the study highlight punctuality and respect as a sign of good manners. Therefore, time needs to be carefully planned, as it is related to punctuality and mutual respect. So, the study results reveal that employees consciously give a sense of purpose to their working time at a company. Time is not strictly divided into working hours, but it has to be meaningfully used in their work. Employees are responsible for using their working time meaningfully and the leader does not associate working hours with efficiently used time: Another aspect, highlighted by leaders and related to employee awareness, is perception of the awareness of their working space. The workspace is given high priority: the space for employees and clients should be comfortable both in the physical sense and also gladden employees with assessments and achievements. If employee awareness is related to their honest activities and responsibility in achieving the company's goals, their working time and workspace allow them to efficiently achieve these goals. Time in an organisation is not working hours, but maximum effort.
The findings lead us to a conclusion that the results of the qualitative study allow us to identify which features of organisational culture are manifested when the manager of a company is a spiritual leader.
Discussion
To this day, there is only one theory of spiritual leadership empirically tested in various environments. This theory was created by L. W. Fry (2003 Fry ( , 2005 . More than 100 organisations (including schools, military divisions, cities, the police, and non-profit organisations) were studiedthe range was between 10 and 100. These studies proved the spiritual leadership model, as well as reliability and suitability of its indicators. The results show strong and positive influence of spiritual leadership on employee satisfaction with their lives, organisational commitment, and growth in productivity and sales (Fry, Matherly, 2006; Fry, Slocum, 2008; Fry et al., 2005 Fry et al., , 2007 ; Malone, Fry, 2003) . In this theory, the interaction of followers and the leader reflects the revelation of meaning and vocation, and a sense of membership (Fry, 1998) . The results of the study described in this article show that meaning and vocation in the context of organisational culture are revealed through employee awareness and meaningful work. Employee awareness, discovered during this study, shows that honest employees work at organisations, they comply with their commitments (even verbal ones), responsibly plan working hours in line with their priorities, consciously achieve the company's goals. Since understanding of the meaningfulness of the company's work is the same for both the manager and the employee, it is purposeful to aim for the company's goals.
In the context of leadership theory, community means that its members care about the lives of their colleagues, their growth, competences and happinessnot just as a means to increase motivation and profit, but as inherent values (Fairholm, 1997) . Therefore, in the organisational context, the group members can realise their beliefs by being involved and participating in the organisation's activities. One shouldn't be surprised that in harmoniously working groups positive emotions arise as a result of realised beliefs, and then in turn are transferred to the organisation itself (Rojas, 2005). Spiritual leadership, according to G. W. Fairholm (1998) , means the formation of harmony between different, sometimes conflicting, organisational, human, system and programme groups. This is an attempt to create a community, to unite everyone. It is an assignment to create values, beliefs and action principles that have deep roots and are acceptable to interested persons and would encourage them. Spiritual leadership recognises that all people aim to freely act in accordance to their own reality and at the same time participate in in groups comprised of similarly-thinking people. The performed survey does not contradict such reasoning. People have to live in a social stratum where they can communicate with other and realise themselves, on the basis of values. The study's results show that membership in the context of organisational culture is revealed through the leader-instigated sociality, understanding and appreciation. Leader-instigated sociality is expressed through several features of spirituality-oriented organisational culture. In these organisations, leaders are first and foremost collaborating managers. Opportunities for ethical collaboration are created in the organisation's common workspaces. Employees have the opportunity to meet their social needs for communication through collaboration and teamwork. Principles and practice, supporting the main need that people have to "belong" (to be understood and appreciated), are dedicated towards encouraging people to follow their heart. "The practice of encouraging the heart is not about glad-handing and backslapping, gold stars, and payoffs. Encouragement is viewed as absolutely essential to sustaining people's commitment to organizations and outcomes. It is about the hard work it takes to get extraordinary things done in organizations, and it is about ways to enhance your own ability in-and comfort with-recognizing and celebrating the achievement of others" (Kouzes, Pozner, 1999) . The results of the study revealed that employees feel understood and appreciated when the values that they bring to the organisation are not hidden, but rather accepted and applied (if they are in line with the organisation's values). Also, employees at such organisations know they value and feel valued by both their manager and colleagues. This is expressed through professional authority and the authority of sincere interaction with one's colleagues. Also revealed is the fact that organisational culture expresses mutual satisfaction of leaders and colleagues. Encouragement is seen as something that is absolutely necessary to preserve people's dedication to the organisation and its performance. Hard work goes hand in hand with the desire to achieve exceptional results, it is constant improvement of the ability to recognise and appreciate the achievements of others (Kouzes, Pozner, 1999) . The study confirms that employees at the organisations under review, according to the managers' experiences, feel that they are fairly appreciated both in non-financial means of encouragement, and through their wages. Leaders feel appreciated through acknowledgement and the opportunity to act in their desired direction and in their favoured field. They are all united by a common vision and a common goal. Experience of organisational identity in the context of organisational culture is characterised by commitment to the company. The study's results reveal that companies are dominated by their employees' emotional attachment to the organisation and employees identify themselves with the company's goals and culture. A significant impact is had by similarity between the leader's and follower's orientation, as well as their approval of the company's vision and goals. This leads to a desire to collaborate and achieve common goals. According to the study, such collaboration is mutually beneficial. Moreover, perfect conditions appear for employees, i.e., conditions that promote a sense of community and collaboration.
Conclusions
The results of the empirical research showed that expression of the spiritual leaders' interaction with employees could be evidenced by organisational culture properties, which emerge in organisations under a spiritual leader's activity. The spiritual leaders' interaction with their employees manifests through calling and membership. It means that clear experiences in the expression of such interaction in business organisations opened opportunities for organisational culture, giving rise to such features as targeted actualisation of employee activities, satisfaction, meaningful work, experience of organisational identity, leader-brought sense of community, understanding and appreciation, employee awareness. To sum up, it could be argued that having developed the mentioned features in the organisation the leader will be able to integrate his/her worldview into the organisational culture, which consequently will influence employees' behaviour through employee motives, thus triggering all the desired cultural manifestation.
Darbuotojų veiklos motyvai bei elgsena buvo ir išir tikslo siekimas. Organizacinio tapatumo potyris organizacijos kultūros kontekste pasireiškia įsi-pareigojimu įmonei. Tyrimo rezultatai atskleidžia, kad įmonėse vyrauja darbuotojų emocinis prisirišimas prie organizacijos ir darbuotojai tapatinasi su įmonės tikslais ir kultūra. Tam didelę įtaką daro lyderio ir sekėjų vertybinės orientacijos panašumas bei pritarimas įmonės vizijai, tikslams. Tyrimas patvirtina, kad šis bendradarbiavimas yra abipusiškai naudingas, darbuotojams sudarytos puikios sąlygos, skatinančios bendruomeniškumą ir bendradarbiavimą.
